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ABSTRACT 
The purpose of this study was to describe the perceptions of selected agricultural 
industry professionals regarding leadership concepts skills and traits. To achieve this 
purpose, the following research objectives were developed: (1) identify perceptions of 
agricultural industry professionals regarding selected leadership concepts, (2) identify 
leadership skills important for new agricultural employees to possess, (3) determine the 
extent to which selected traits influence leadership development in the agricultural industry, 
(4) identify selected demographic data and compare selected variables. 
The study was conducted using a descriptive survey method. A questionnaire 
consisting of four sections was e-mailed to 120 agricultural professionals who were 
exhibitors at the Iowa State Z,Jniversity Agricultural Career Fair. The sections of the survey 
instrument all related to leadership perceptions, leadership skills, leadership traits and 
demographic information. Respondents were asked for such demographic information as 
gender, age, position with company, length of time with company, educational background, 
.~ 
size of the company, if a leadership course was taken in high school or college and if the 
company provided leadership training. 
Response rate for the questionnaire was 40%. The data were analyzed using the 
Statistical Package for the Social Sciences (SPSS) software program. Statistical procedures 
used included frequencies, means, standard deviations and analysis of variance. 
The major findings of this study indicated selected leadership concepts, skills and 
traits are important to agricultural professionals. Representatives of the companies, 
businesses and organizations surveyed in this study reported that their- companies, businesses 
and organizations value training in leadership. Leadership education appears to be rare in 
V1 
higher education institutions attended by these respondents. It was determined that a set of 
basic principles for leadership education could be developed using the findings from this 
study. 
Recommendations were to continue the focus on receiving feedback from industry 
professionals regarding leadership education. Their input should be used in developing 
curriculum and internship programs. Continuous focus needs to be placed on providing 
leadership training to high school and college students to enhance their professional skills. 
Educational programs should be offered based on the highest rated leadership skills and traits 
identified by industry professionals. 
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CHAPTER I 
INTRODUCTION 
The development of leadership skills appears to be a major area of concern among 
industry leaders. Bosshamer (1996) reported employers and faculty projected one of the 
important skills needed by graduates of colleges of agriculture now and in the future was 
leadership. This finding was also in line with earlier studies by Litzenberg and Schneider 
(1988). Also, according to John P. Kotter (1985), the chairman of Organizational Behavior 
and Human Resource Management at the Harvard Business School, the need for leadership is 
becoming a crisis in the business sector of America. Kotter (1985) claimed a student can go 
through graduate school and learn nothing about leading people, yet receive excellent 
performance appraisals. As our society continues to grow and change, so will the leadership 
training requirements of students and adults. Existing leadership needs must be identified to 
better prepare leaders for the demands of the future (Carter & Spotanski, 1989). 
Love and Yoder (1989) indicated that there is evidence to support that colleges of 
agriculture in the United States have greatly contributed to the achievements of their 
graduates. College students and graduates have noted the importance of leadership 
development (Love &Yoder, 1989). However, they indicated that although student 
leadership development in college was good, the college of agriculture did not contribute 
much to leadership skill development. From within the agribusiness industry support has 
been given for leadership skill development (Aldrich, 1988). 
William Brock, chairman of the Labor Secretary's Coininission on Achieving 
Necessary Skills (SCANS, 1992), wrote about the urgency for all educational programs to 
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address the needs (other than academic) of students and society. Brock (1992) wrote, "There 
is much more to life than earning a living, and we want more from education than productive 
workers. We want citizens who can discharge the responsibilities that go with living in a 
democratic society and with becoming parents" (p. 4). Brock (1992) stated in the 1992 
Secretary's Commission on Achieving Necessary Skills (SCANS) report that competent 
workers will be characterized by basic skills (reading, writing, speaking, listening), thinking 
skills (ability to learn, creative thinking, creative thinking, decision making, problem solving) 
and personal qualities (responsibility, self-esteem, self-management, sociability, integrity). 
Brock (1992) said, "The new high performance workplace demands a person who can work 
productively, think critically and make decisions" (p. 22). The SCANS Report addressed the 
need for leadership training and development of life skills needed by adults. 
Leadership theorists (Gardner, 1990; Kouzes &Posner, 1990; Bolt, 1996) believe we 
approached the twenty-first century with a dramatic deficit in leaders. Bosshamer (1996) 
reported that employers and faculty predicted one of the important skills needed by graduates 
of colleges of agriculture in the immediate future was leadership (Brown &Fritz, 1998). 
Bolt (1996) agreed that graduates need the essential skills of leadership, but Bolt felt it was 
not a deficit of leadership, instead he felt it was a deficit of leadership development. Bolt 
believed the methods used in training and educating executives produces managers and not 
leaders. Additionally, assumptions that leaders will produce through on-the job experiences 
in organizations are false. Brock (1992) said, "The new high-performance workplace 
demands a person who can work productively, think critically and make decisions" (p. 22). 
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Statement of the Problem 
According to the literature, leadership is a critical area of study (Love &Yoder, 
1989). Although leadership studies of various types have been conducted (McKinley, 
Birkenholz, &Stewart, 1993), no studies have been found that provide a profile of leadership 
skills and traits thought to be important to agricultural industry employers when they are 
considering hiring new employees. 
Purpose and Objectives of the Study 
The purpose of this study was to describe the perceptions of selected agricultural 
industry professionals regarding leadership concepts, skills and traits. To achieve this 
purpose,. the following research_ obj ectives were developed: 
1. Identify perceptions of agricultural industry professionals regarding selected 
leadership concepts. 
2. Identify leadership skills important for new agricultural employees to possess. 
3. Determine the extent to which selected traits influence leadership development in 
the agricultural industry. 
4. Identify selected demographic data and compare selected variables. 
Significance of the Study 
The results of this study could be useful for identifying .appropriate leadership skills 
needed by graduates in order to be successful in the agriculture industry. If a core set of 
leadership knowledge and skills is identified, this information would be useful in course 
development for undergraduates as well as graduate students. 
Results from this study could have an impact on the college of agriculture curriculum 
or internship programs to enhance the leadership skills of ..students. 
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Definitions of Terms 
The following definitions of terms were developed following discussions with 
industry professionals and leadership researchers. 
Agriculture Career Day- A day in which students meet a variety of employers to discuss 
employment and internship opportunities. 
College graduates- Students who have completed certificated degree programs at an 
accredited university or institution. 
College students- Students pursuing an education at a postsecondary level. 
Industry representatives- Individuals who represent their companies such as sales 
representatives, district managers or human resource specialists. 
Leadership development- The acquisition of skills and knowledge, which assist in personal 
enhancement and growth. 
Perception-Beliefs people have about leadership. 
Traits- Distinguishing qualities of individuals that may be possessed by leaders. 
Skills- Abilities that are acquired or developed. 
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CHAPTER II 
REVIEW OF LITERATURE 
Introduction
Effective leadership skills have been judged as necessary for success in the complex 
and rapidly changing agricultural industry. Most agricultural employers report a need for 
effective leaders to aid in meeting their goals and objectives (McKinley, Birkenholz, ~& 
Stewart, 1993). Increasingly, companies have sought college graduates to fill positions of 
leadership. 
A challenge for the entire agricultural industry is focused around the number of 
individuals who are able to provide effective leadership to the industry is decreasing in size 
(McKinley et. al. 1993). In the 1870's, the farm production population was 50 percent of the 
entire population in the United States, but by 1990, less than three percent of the population 
was involved in agriculture (American Farm Bureau, 2002). As a result, fewer people have 
been enrolling in agriculture courses and fewer leaders can be found with an agricultural 
background. Job opportunities in agriculture and related sciences continued to increase and 
were expected to continue through at least 2005 (United States Department of Labor, 1996); 
however, the number of students .pursuing agricultural careers through a college education 
since the 1970s has declined steadily. The employment opportunities for college graduates in 
the United States food, agricultural and natural resources system reported by the United 
States Department of Agriculture, indicate j ob opportunities will remain strong for the next 
five years (2005). With two different reports, one from the United States Department of 
Labor and the other from the United States Department of Agriculture indicating 
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employment opportunities are strong we need to ensure college. graduates are prepared with 
the essential leadership traits .and skills for the agricultural industry. According to the United 
States Department of Agriculture, during the upcoming five year period 2005-2010, in the 
United States it is expected that there will be more than 52,000 annual job openings for new 
graduates with only 49,300. qualified graduates available each year for these positions 
(United States Department of Agriculture, 2005). As McKinley et. al.(1993) indicated 
agricultural employers are in need of individuals who are able to provide effective leaders, 
while the American Farm Bureau indicates a decrease in the number of people involved in 
Agriculture and the United States Department of Agriculture confirms there will not be 
enough qualified~persons available each year to fill positions. 
The purpose of this review is to identify and discuss research and related literature 
regarding leadership, perspectives about leadership and the skills important to leadership. To 
accomplish this goal, relevant literature has been reviewed and organized into the following 
categories: leadership, agricultural leadership, agricultural leaders perspectives about 
leadership, leadership skills important to college graduates and leadership traits critical to the 
agriculture industry. 
Leadership 
In recent years a great deal has been written regarding. leadership. Over many 
decades of analysis and research, numerous definitions of leadership have been developed. 
Fritz, Brown, Lunde, and Banset (2005) define leadership as a unique form of interpersonal 
influence that causes others to respond voluntarily and enthusiastically. Addison (198.5, p.l) 
said, "Leadership is the ability to influence the activities of an individual or group toward the 
achievement of a goal." Miller (1976, p. 2) defined leadership life skill development as self-
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assessed and organization-specific "development of the life skills necessary to perform 
leadership functions in real life." 
The United States company that was known as Enron recently was a part of the 
biggest corporate scandal in American history (Thomas, 2000. Enron's former vice 
president, Sherron Watkins, who testified against her former bosses, wondered whether we 
truly recognize and value the appropriate traits in our leaders. Watkins stated, "We want 
honest leaders who are decisive, creative, optimistic and even courageous, but we so easily 
settle for talk that makes those traits instead of actions" (2006). Watkins feels "We often do 
not look for one of the most critical traits of a leader: humility, which a humble leader listens 
to others and values input from employees and is ready to hear the truth no matter if it is 
good or bad" (p. 35.). 
Servant leaders typically know a great deal about themselves and they are aware of 
their skills, :talents and weaknesses (Fritz &Brown, 1998). When one knows oneself, it is at 
the heart of the development of their self-confidence and self-confidence is critical to 
successful leadership (Kouzes &Posner, 1990). The characteristics of the servant leader are 
acceptance and empathy, growth, healing and serving, persuasion, awareness and perception, 
stewardship, calling, listening and understanding, community, conceptualizing and foresight 
(Barbuto &Wheeler, 2002; Greenleaf, 1977). 
It was once thought leaders were born and not developed or molded through an 
enlightening process. This belief was referred to as the "great man" theory (Bennis & Nanus, 
1985). The ".great man" theorists believed leadership was. only empowered in a limited 
number of people. It was believed those who inherited leadership- could lead and no learning 
could ever enhance leadership development. Miller (1969) indicated the importance of a 
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systems concept of leadership training. A needs assessment is the first.step in developing a 
leadership training program. As Miller indicated and Bryant (2003) reinforced, a need for 
upper-level leaders is not enough. They felt a full assessment was important to examine the 
needs of every level of leadership. Miller suggested the success of a training program for 
leadership is key to the specificity,. and completeness to how the training process is carried 
out. 
Some theorists explained leadership as a single force Qr set of forces. Murphy (1941) 
stated leadership .did not reside in a person, but was a function of the occasion. Every 
situation you are involved in calls for a different type of action; the leader does not inject 
leadership, but leadership would have been the instrumental factor of how a solution was 
reached. Leadership skills are essential for everyone, both as members and leaders of groups 
(Gatchell et al., 19 8 9) . 
Gardner (1990) indicated educational systems have been criticized for their inability 
to develop leaders. The emphasis .systems place on individual performance at the expense of 
group performance, and on society's need for experts and professionals rather than leaders, is 
said to "snuff out" leadership development among students (Fritz &Brown, 1998). 
Madeleine F. Green (1992) observed that while many people learn leadership as they 
go, in an unplanned and serendipitous way, it is also possible not to learn from experience 
observing others. She concludes, "The central question, for developing effective leadership 
is how can these efforts be made deliberate and purposeful. rather than accidental or 
serendipitous" (p. 59). It is widely agreed by leadership scholars that leadership can be 
taught (Bennis, 1989; Bass & Avolio, 1994; Kouzes &Posner, 1990). 
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As a result, who are the leaders? "Leaders are people who think for themselves, 
communicate their thoughts and feelings and help others understand and act on their own 
beliefs; they influence others in an ethical and socially responsible way" (vanLinden & 
Fertman, 1998, p.17). Leaders are those who challenge people, inspire shared vision, enable 
others to act, seta ..good example and encourage others to succeed (Kouzes &Posner, 2003). 
Regardless of the definition used, all students have the potential to be leaders (Benniss & 
Nanus, 19 8 5 ; vanLinden & F ertmen, 19 9 8 ), yet only a small p ercentage compared to the 
actual number of students enrolled in agricultural education seem to capitalize on that 
leadership potential. Melendez (1996) defined leaders as "people of vision, effective 
communicators, effective decision makers and intelligent individuals. They respect and 
value individuals and their dignity; they are committed to service and to obedience to the 
unenforceable; they have total honesty and integrity; they are kind and they often see 
themselves as teachers" (p.293). 
gA ricultural Leadership 
The agriculture industry is one of the largest employers in the United States, with 
more than 22 million people employed in some components of the industry from growing 
food and fiber to selling agricultural products at the retail level (American Farm Bureau, 
2002). The decline in the number of students entering the field of agriculture has been on the 
rise over the years (Scott, 2004). With a decline of individuals entering the agricultural 
industry, Love and Yoder's (1989) research suggests that Colleges of Agriculture were not 
providing enough leadership development opportunities to attract the students to the 
agricultural field. A need existed to determine the perceived leadership expectations of 
students enrolled in Colleges of Agriculture because knowledge of perceived leadership 
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abilities would be useful as faculty in Colleges of Agriculture encourage students to 
participate in activities that foster leadership skills development (Schumacher &Swan, 
1993). 
Leadership Skills Important to College Graduates and Agricultural Industry 
Across the country .all college agricultural programs have some variance in the 
leadership skills being taught in the classroom. Even though all college agricultural 
programs do not have the exact same leadership skills being taught, the goal is to enhance 
leadership skills and abilities of students to prepare them to be leaders within the agricultural 
industry. According to Wren (1994), Lewis (1995) and Watt (1995), the content of 
leadership education focuses on several important considerations: including a student's 
comfort with the_ concept of leadership, identification of the elements of leadership, 
acceptance that leadership is a process, awareness of the practice of leadership, identification 
of an individual's strengths and weaknesses, on ways to develop a personal leadership 
approach, enhancement of analytical skills and the sharing of new leadership theories. 
Dormody and Seevers (1994) believed youth develop leadership skills by public 
speaking, holding an office and participating in meetings. Sawi and Smith (1997) defined 
leadership skills as leadership, teamwork, decision-making, problem solving, reasoning and 
communication as well as personal qualities such as responsibilities, self-esteem and 
integrity. Some other .leadership skills are organization and delegation, problem solving, 
sharing leadership, communication, futuristic thinking, decision-making, time .management, 
divergent thinking, conflict resolution, goals setting and group dynamics. Hustedde and 
Woodward (1996} identified 15 public skills (communication), which often need to be 
developed in leadership training programs. The skills which were identified include: active 
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listening, facilitation, imagination, interviewing, collaboration, conflict resolution, 
deliberation, evaluation, negotiation, power analysis, strategic planning, team building, 
vigilance and volunteer management. 
effective leadership skills have been judged as necessary for success in the complex 
and rapidly changing agricultural industry (McKinley et al., 1993). Many agricultural 
employers have reported needs for leaders to aid in meeting, their goals and objectives. The 
exposure to a variety of forms of leadership through involvement outside of the classroom 
offers experiences and background. knowledge that students can draw on as they integrate 
leadership theories and skills (Kouzes &Posner, 1990, Wren, 1994, and Bolt, 1996). 
Kelley Bishop, the executive director of Michigan State University career services 
and. placement identified twelve competencies employers seek in college graduates. The 
twelve competency areas include working in a diverse environment, managing time and 
priorities, acquiring knowledge, thinking critically, communicating effectively, solving 
problems, contributing to a team, navigating across boundaries, performing with integrity, 
developing professional. competencies, balancing work and life and embracing change 
(Bishop, 2004). 
The purpose of this chapter was to describe the importance of leadership knowledge 
and skills as perceived by selected agricultural professionals. As we look to the importance 
of this study what are the perceptions of agricultural industry professionals regarding selected 
leadership concepts? What leadership skills are important for new agricultural employees to 
possess? To what extent do selected traits influence leadership development in the 
agricultural industry? 
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CHAPTER III 
METHODOLQGY 
. Purpose and Objectives of the Study 
The purpose of this_, study was to describe the perceptions of selected agricultural 
industry professionals- regarding leadership concepts, skills and traits. To achieve this 
purpose, the following research objectives were developed: 
1. Identify perceptions of agricultural industry professionals regarding selected 
leadership concepts. 
2. Identify leadership skills important for new agricultural employees to possess. 
3. Determine the extent to which selected traits influence leadership development in 
the agricultural industry. 
4. Identify selected demographic data and compare selected variables. 
Data Source 
The population for this study consisted of exhibitors at Iowa State University's 
College of Agriculture career day (Appendix D), which was held on Tuesday, October 25, 
2005. The only criteria to participate in this study was to be a participant in the agricultural 
career day exhibition. Size or type of business or organization did not play a factor for 
participation in this study. 
The perceptions of leadership, leadership skills, leadership traits, gender, age, 
position, time being with a company, educational background, size of company, education in 
leadership in college and education in a company were measured ,-from agricultural 
representatives who were exhibitors at the College of Agriculture career day held at Iowa 
State University. 
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The 2005 Agricultural Career Day handbook including a list of the exhibitors was 
used to identify names of potential participants for this study. Contact information was 
acquired from the career placement office in the College of Agriculture at Iowa State 
University. A total of one hundred-twenty agricultural businesses were surveyed (Appendix 
D). A census survey of the population was conducted. 
Instrumentation
The researcher and a panel of experts developed the survey instrument used for 
gathering data. The survey instrument was carefully developed by interviewing 
representatives from five agricultural companies and by interviewing leadership course 
instructors. 
To ensure validity and reliability, a panel of experts reviewed the survey instrument. 
The panel of experts consisted of two agricultural educators, two agricultural industry 
representatives and three graduate students. The panel of experts were given the task to 
ensure the instrument measured what it purported to measure and to verify the instrument 
would yield consistent results. 
To ensure reliability of the survey instrument, apilot-test was conducted. Five 
agricultural industry professionals were contacted two times by e-mail. The first e-mail 
(Appendix A) included an informational letter and provided a link to the questionnaire. 
Industry professionals were asked to complete the questionnaire within one week. The same 
initial e-mail was sent a second time only to industry professionals who' did not respond to 
the first e-mail. The .interval between the time industry professionals responded to the first e-
mail and the second e-mail message was approximately one week. The second message 
14 
explained the retest component of the pilot-test and provided a link to the questionnaire. A 
percentage of agreement between the first and second responses was calculated as a 
measurement oftest-retest reliability. 
The survey instrument consisted of four sections. Part one dealt with the perceptions 
about leadership. This .section included twenty questions dealing with the perceptions of 
agriculture. Respondents were asked to evaluate their responses on the following scale: 
1 =Strongly Disagree 
2 =Disagree 
3 =Agree 
4 =Strongly Agree 
Section two dealt with the leadership skills, which were important when hiring 
college graduates. The twenty leadership knowledge and skills were to be evaluated on the 
following scale: 
1 =Not Important 
2 =Somewhat Important 
3 =Important 
4 =Very Important 
Section three dealt with the leadership traits, which were important when describing a 
leader. The twenty traits were to be evaluated on the following scale: 
1 = No Influence 
2 =Some Influenc e 
3 =Moderate Influence 
4 =High Influence 
Section four dealt with demographics of the respondents. Questions focused on the 
respondent's gender, age, employment position, time with company, educational background, 
size of company and if the industry representative received any education in leadership in 
college or had the company trained the industry representative in leadership. 
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In evaluating all aspects of this study a Likert-type scale was used. Comparisons in 
data occurred between perceptions of leadership, leadership skills, leadership traits and 
demographic information. 
Data Collection 
The research project was reviewed and approved by the Iowa State University Human 
Subjects Committee (Appendix C). Upon the approval of the proposal and research 
instrument data collection method, an e-mail notice was sent on February 27, 2006, from the 
principal investigator's a-mail informing the population about a forthcoming questionnaire. 
A detailed informational letter (Appendix A e-mail) including a link. to the online 
questionnaire was sent three days following the pre-notice. The same informational letter 
(Appendix A) was sent to non-respondents on March 6, 2006, including a link to the 
questionnaire. The same informational letter was sent a second time as a reminder e-mail 
(Appendix A) to non-respondents on March 13, 2006, including a link to the questionnaire. 
The same informational reminder e-mail (Appendix A) was sent a final .time to non-
respondents on March 20, 2006, including a link to the questionnaire. 
The survey instrument began with section one consisting of perceptions about 
leadership, followed by section two including skills, followed by the third section consisting 
of leadership traits and section four focused on demographics. In each section of the research 
instrument, respondents were given clear and concise instructions on how to complete the 
survey. No time limits or constraints were placed on respondents when responding to the 
survey. Response rates were tracked based upon how many responded to the first, second, 
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third and final e-mail contact. A response rate was calculated from the total number of 
responses received from the census population. 
As described earlier, to ensure the strength of internal validity in this research study 
the .survey instrument was reviewed by a panel of experts including; agricultural education 
faculty, industry representatives and graduate students. The panel's task was to ensure 
questions were clearly stated -and instructions were clearly written. In an effort to ensure the 
highest quality of external validity, the list of names and contact information were double 
checked and verified to eliminate potential duplications. Double-checking took place by 
cross-referencing printed contact information with electronic information. 
Analysis of the Instrument and Sampling Reliability 
The survey instn~ment used to collect data for this study consisted of 68 individual 
statements about the perceptions of selected agricultural industry professionals regarding 
concepts, skills and traits. The instrument contained four major sections: 1) perceptions of 
leadership, 2) skills, 3) leadership traits and 4) demographics of participants. To ensure the 
reliability of the survey instrument the reliability coefficient was calculated and the results 
are shown in Table 1. 
Table 1. Reliability coefficients for three sections of the leadership survey instrument 
Statement Number of Items Reliability Coefficient 
Perceptions of Leadership 20 0.962 
Leadership Skills 20 0.923 
Leadership Traits 20 0.945 
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When analyzed as a composite group, the 68 statements resulted in an Alpha 
coefficient reliability of 0.943. Based upon the total instrument reliability coefficient and 
each section's reliability coefficient, the descriptive statements for the questionnaire were 
considered to be reliable for group measurement. 
Data Analysis 
All data were electronically entered into SurveyMonkey (1999) when respondents 
responded online.. Data were extracted into an excel database before being, imported into 
SPS~S Statistical Package for the Social Sciences, Graduate Pack. program to be evaluated and 
analyzed. Means, frequencies, standard deviations, percentages and analyses of various 
procedures were performed on the data to accomplish the objectives of this .study. 
The study did not encompass all employers in the agricultural industry, but did focus 
on a diverse group of employers exhibiting at the Iowa State University College of 
Agriculture career day. Not all sectors of the agricultural industry were surveyed, but a 
representative sample of agricultural professionals provided some insight about the 
leadership skills and knowledge important to the selected agriculture professionals. Since a 
focus was placed on leadership skills and knowledge important to agriculturally-based 
businesses and organizations, the. same skills may or may not be linked to businesses outside 
the agriculture industry. 
The sample population consisted of one hundred twenty agricultural professionals. 
After the first electronic response, 21 of the total one hundred twenty agricultural 
professionals responded fora 17.5% response rate. Following the second electronic response 
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10 of the. remaining 99 agricultural professionals responded fora 10% response rate. After 
the third electronic response 6 of the remaining 89 agricultural professionals responded for a 
6.7% response rate. Following the final electronic response 11 of the remaining 83 
agricultural professionals responded fora 12.7% response rate. From the._ population group 
of one hundred and twenty possible respondents, a total of 48 agricultural professionals 
responded for an overall response rate of 40%. 
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CI~APTER Iv 
FINDINGS 
Thee _purpose of this study was to describe the perceptions of selected agricultural 
industry professionals regarding leadership concepts, skills and traits. To accomplish this 
purpose, 120. agricultural industry career day exhibitors were ,surveyed. 
Results Qf the data analysis are presented in the following sections: description of the 
respondents, perceptions, skills and traits. 
Description of the Respondents 
One ~ objective of this study was to identify selected demographic characteristics. 
Data were collected on each respondent including the respondent's age, position within the 
company, length of time with. the company, educational background, the size of company, if 
the respondent had taken a leadership course in high school/college and if the respondent had 
been provided with leadership training by the company or organization. Demographic 
characteristics are shown in tables 1 to 5. 
Agricultural industry professionals sampled in this study reported ages ranging from 
21 to 58, with a mean of 36.77(Table 1). Respondents ranged from being with the company 
for .5 to 3 7 years, with a mean of 9.03 years (Table 1). 
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Table 1. Descriptive statistics regarding interval and ratio data variables of age and length of 
time with company. (N= 48). 
Variable Mean Range 
Age 
Length of time with company 
36.77 21-58 
9.03 .5-37 yrs. 
The educational background (Table 2) of respondents. ranged- from a high school 
diploma to a doctoral degree. Respondents' education equivalent to a bachelors degree or 
less accounted for 83% of the respondents. Those with a high school diploma accounted for 
12.8% of the respondents, an associate degree accounted for 6.4% of the respondents and a 
bachelors degree accounted for 63..8% of the respondents. Those with degrees greater than a 
bachelors degree accounted for 17% of the respondents with 14.9% receiving a masters 
degree and 2.1 % receiving a doctoral degree. 
Table 2. Descriptive statistics regarding educational background of agricultural industry 
professionals (N=48). 
Educational Background Frequency Valid Percent 
High Scho41 Diploma 6 12.8 
Associates Degree 3 6.4 
Bachelors Degree 30 63.8 
Masters Degree 7 14.9 
Doctoral Degree 1 2.1 
Total 100% 
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The size of the company (Table 3) varied from less than 20 employees to over 101 
employees. Companies/organizations with less than 100 employees accounted for 16.8% of 
the respondents, with 6.6% of the companies/organizations with less than 20 employees, 
8.3% of companies/organizations with 21-40 employees and 2.1 % of 
companies/organizations having 41-60 employees. The remaining 83 % of the respondents 
were in companies/organizations. with over 101 employees. 
Table 3. Descriptive statistics regarding the size of the company/organizations employed by 
agricultural industry professionals (N=48). 
Size of Company Frequency Valid Percent 
Under 20 employees 3 6.6 
21-40 employees 4 8.3 
41-60 employees 1 2.1 
61-80 employees 0 0.0 
81-100 employees 0 0.0 
Over 101 employees 39 83.0 
Total 100% 
Respondents were asked to report if they had taken a leadership course (Table 4) in 
high school or college. Over fifty-nine percent of the respondents had never had a leadership 
course in high school or college, while 40.4% of the respondents had taken a leadership 
course in either high school or college. 
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Table 4. Descriptive statistics regarding leadership courses taken in high school or college by 
agricultural industry professionals (N=48). 
Leadership Course in High School or College Frequency Valid Percent 
Yes 19 40.4 
No 28 59.6 
Total 100% 
Nearly 70% of the respondents (68.9%) indicated their company/organizations 
provided leadership training of some kind (Table 5). The remaining 31.1 % of the 
respondents did not receive leadership training from their company or organization. 
Table 5. Descriptive statistics regarding the company/organization provision of leadership 
training for. employees (N=48). 
Company Provide Leadership Training Frequency Valid Percent 
Yes 31 ~ 68.9 
No 14 31.1 
Total 100% 
Perceptions 
One objective of this study was to identify the perceptions of agricultural industry 
professionals regarding selected leadership concepts. Twenty perception statements were 
created to determine the level of agreement about selected leadership concepts. The measure 
for internal consistency in this section of the questionnaire was 0.962. Based on the strength 
of this score, these 20 statements were considered satisfactory to measure the perceptions of 
agricultural professionals regarding leadership concepts. The purpose of listing these 
statements was to determine the extent to which agricultural professionals agreed with the 
concepts embedded in the statements. 
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Data in Table 6 provides a complete listing of all perception statements with means 
and standard deviations. 
Table 6. Means and standard deviations for levels of agreement regarding perception 
statements as perceived by agricultural industry professionals (N=48). 
Statement Mean Standard 
Rating* Deviation 
1. Leaders aspire to have high positions in their organizations. 3.13 .54 
2. To be promoted in one's career you must be a strong leader. 3.11 .64 
3. Effective leaders are knowledgeable about their technical field. 3.26 .61 
4. High academic success ensures strong leadership. 2.17 .57 
5. Students highly involved in organizations are proven leaders. 2.70 .51 
6. Students highly involved in the community are leaders. 2.86 .51 
7. Students who are actively involved in athletics are leaders. 2.42 .5 8 
8. People who are easy to talk with are leaders. 2.37 .57 
9. Leaders are team players. 3.11 .68 
10. Those who take charge are leaders. 2.74 .61 
11. Once you are a leader you are always a leader. 2.30 .59 
12. Leaders understand themselves. 3.09 .59 
1 ~. Those who understand challenges are leaders. 2.82 .65 
14. Leaders are in charge. . 2.65 .64 
15. Leaders go along with others. 2.17 .52 
16. Leaders are effective listeners. 3.49 .54 
17. Leaders are open to change. 3.39 .57 
18. Only those who recognize the needs of others are leaders. 2.61 .61 
19. Leaders can be .trusted. 3.09 .66 
20. Those who respect others are leaders. 3.02 .68 
*Note: Scale: 1= Strongly Disagree, 2= Disagree, 3=Agree, 4= Strongly Agree 
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The five top rated perception statements included: leaders are effective listeners 
(3.49), leaders are open to change (3.39), effective leaders are knowledgeable about their 
technical field (3.26), leaders aspire to have high positions in their organizations (3.13), to be 
promoted in one's career you must be a strong leader (3.11), and leaders are team players 
(3.11). (Table 7). 
Table 7. Mean ratings of five leadership perception statements receiving highest agreement 
rating by agricultural industry professionals (N=48). 
Perception Statement: Mean 
1. Leaders are effective listeners. 3.49 
2. Leaders are open to change. 3.39 
3. Effective leaders are knowledgeable about their technical field. 3.26 
4. Leaders aspire to have high positions in their organizations. 3.13 
5. To be promoted in one's career you must be a strong leader. 3.11 
5. Leaders are team players. 3.11 
Scale: 1=Strongly Disagree, 2= Disagree, 3= Agree, 4= Strongly Agree 
The five lowest rated perception statements by agriculture professionals included: 
high academic success ensures strong leadership (2.17), leaders go along with others (2.19), 
once you are a leader you are always a leader (2.30), people who are easy to talk with are 
leaders (2.37) and students who are actively involved in athletics are leaders (2.42). (Table 
8). 
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Table 8. Mean ratings of five leadership perception statements receiving the lowest 
agreement rating by agricultural industry professionals (N=48). 
Perception Statement Mean 
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Another objective of this study was to identify leadership skills thought to be 
important for new agricultural employees to possess. Twenty skills were listed to determine 
which skills were the most important to agricultural professionals. The measure for internal 
consistency in this section of the questionnaire was 0.923. Based on the strength of this 
score, these 20 skills were considered satisfactory to measure the importance of leadership 
skills. The purpose of listing these skills was to determine which perceptions were the most 
important to the reader. 
Data in Table 9 provides a complete listing of all surveyed shills with means and 
standard deviations. 
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Table 9. Means and standard deviations of leadership skills perceived to be important by 
agricultural industry professionals (N=48). 
Skills Mean Standard 
Rating's Deviation 
1. Communicating 3.87 
2. Decision-making 3.63 
3. Cooperating 3.47 
4. Learning 3.62 
5. Managing 3.09 
6 . ~1 ~T orking in Teams 3.44 
7. Problem Solving 3.57 
8. Directing 2.85 
9. Coaching 3.20 
10. Supporting 3.43 
11. Delegating 3.11 
12. Inspiring 3.22 
13. Influencing 3.26 
14. Visioning 3.3 5 
15. Negotiating 3.26 
16. Understanding Group Dynamics 3.43 
17. Listening 3.80 
18. Taking Responsibility 3.67 
19. Being Accountable 3.73 
20. Speaking 3.27 
.40 
.48 
.62 
.49 
.66 
.62 
.54 
.78 
.89 
.62 
.70 
.78 
.68 
.73 
.64 
.58 
.40 
.47 
.49 
.58 
*Note: Scale: 1=Not Important, 2= Somewhat Important, 3= Important, 4= Very Important 
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The five top rated skills included: communicating (3.87), listening (3.80), being 
accountable (3.73), taking responsibility (3.67) and decision-making (3.63). (Table 10). 
Table 10. Mean ratings of top five skills perceived to be important by agricultural industry 
professionals (N=48). 
Skill Mean 
1. Communicating 
2. Listening 
3. Being Accountable 
4. Taking Responsibility 
5. Decision-making 
3.87 
3.80 
3.73 
3.67 
3.63 
Scale: 1=Not Important, 2= Somewhat Important, 3= Important, 4=Very Important 
The five lowest rated skills included: inspiring (3.22), coaching (3.20), delegating 
(3.11), managing (3.09) and directing (2.85). (Table 11). 
Table 11. Mean ratings of the five leadership skills receiving the lowest ratings as perceived 
to be important by agricultural industry professionals (N=48). 
Skill Mean 
1. Inspiring 
2. Coaching 
3. Delegating 
4. Managing 
~ o ~irecti~ ~.r 
3.22 
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3.09 
20 ~ 
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Traits 
Another objective of this study was to determine the extent to which selected traits 
influence leadership development in the agricultural industry. Respondents were asked to rate 
a list of twenty traits, which are thought to be important in hiring employees. The measure 
for internal consistency in this section of the questionnaire was 0.945. Based on the strength 
of this score, these 20 statements were considered satisfactory to measure the leadership traits 
thought to be important by agricultural professionals. The purpose of listing these statements 
was to determine which traits were the most important to the agriculture industry when hiring 
new employees. 
Data in Table 12 provides a complete listing of all traits with means and standard 
deviations for each trait perceived by agricultural industry professionals. 
29 
Table 12. Means and standard deviations for leadership traits thought to influence leadership 
development on leadership development (N=48). 
Trait Mean Standard 
Ratings Deviation 
1. Drive 3.52 .58 
2. Productivity 3.26 .61 
3 . Achievement 3.3 0 .66 
4. Attitude 3.8 5 .3 6 
5. Self-confidence 3.61 .53 
6. Citizenship 2.80 .83 
7. Dependability 3.65 .56 
8. Honesty 3.89 .31 
9. Competent 3.54 .50 
10. Forward-looking 3.48 .58 
11. Intelligent 3.13 .65 
12. Fair-minded 3.22 .62 
13. Courageous 3.00 .73 
14. Imaginative 3.00 .5 9 
15. Unselfish 3.00 .78 
16. Enthusiasm 3.43 .68 
17. Decisive 3.28 .62 
18. Loyalty 3.22 .66 
19. Courteous 3.11 .73 
20. Trust 3.76 .56 
*Note: Scale 1= No Influence, 2= Some Influence, 3=Moderate Influence, 4= High 
Influence 
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The five top rated traits include: honesty (3.89), attitude (3.85), trust (3.76), dependability 
(3.65) and self-confidence (3.61). (Table 13). 
Table 13. Mean ratings of the five leadership traits receiving the highest ratings as perceived 
by agricultural industry professionals (N=48). 
Trait Mean 
1. Honesty 
2. Attitude 
3. Trust 
4. Dependability 
5 . Self-confidence 
3.89 
3.85 
3.76 
3.65 
3.61 
Scale: 1= No Influence, 2= Some Influence, 3=Moderate Influence, 4= High Influence 
The five lowest rated traits include: intelligent (3.13), courteous (3.11), unselfish 
(3.00), imaginative (3.00) and courageous (3.00). (Table 14). 
Table 14. Mean ratings of five traits receiving the lowest ratings as perceived by agricultural 
industry professionals (N=48). 
Trait Mean 
1. Intelligent 
2. Courteous 
3. Imaginative 
4. Unselfish 
5. Courageous 
3.13 
3.11 
3.00 
3.00 
3.00 
Scale: 1= No Influence, 2= Some Influence, 3= Moderate Influence, 4= High Influence 
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Demographic Comparison with Educational Background 
All respondents in this study were asked to indicate the highest level of education 
attained. Respondents could choose from a high school diploma, associates degree,
bachelors degree, masters degree or doctoral degree. In order to show a~larger significance in 
the data findings of this study all respondents who acquired. a high school diploma, an 
associates degree and a bachelors degree were grouped together and compared, respectively, 
to respondents who acquired a masters and a doctoral degree. 
Comparing Educational Background with Perception Statements 
When .comparing the two educational groups (Group 1: high school diploma, 
associates and bachelors degree, Group 2: masters and doctoral degree) regarding the 
perception statements statistically significant difference was found with four of the 
statements. A statistically significant difference between these two groups were found with 
the following statements: "leaders understand themselves", "leaders are effective listeners", 
"leaders are open to change" and "leaders can be trusted". 
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Table 15. Analysis of variance ratings regarding the level of agreement of leadership 
perception statements as perceived by agricultural industry professionals when grouped by 
educational level (N=48). 
Perception Statement F Ratio Significance 
1. Leaders aspire to have high positions in their organizations. 2.52 .09 
2. To be promoted in one's career you must be a strong leader. .15 .86 
3. Effective leaders are knowledgeable about their technical field. .90 .41 
4. High academic success ensures strong leadership. .73 .48 
5. Students highly involved in organizations are proven leaders. .45 .63 
6. Students highly involved in the community are leaders. .91 .40 
7. Students who are actively involved in athletics are leaders. .59 .55 
8. People who are easy to talk with are leaders. 1.17 .31 
9. Leaders are team players. 2.77 .07 
10. Those who take charge are leaders. 2.44 .09 
1 I. Once you are a leader you are always a leader. .3 5 .70 
12. Leaders understand themselves. 4.15 .02* 
13. Those who understand challenges are leaders. 1.14 .32 
14. Leaders are in charge. .O1 .98 
15. Leaders go along with others. .60 .55 
16. Leaders are effective listeners. 6.46 .00* 
17. Leaders are open to change. 4.19 .02* 
18. Only those who recognize the needs of others are leaders. 1.21 .30 
19. Leaders can be trusted. 4.54 .Ol 
20. Those who respect others are leaders. 1.86 .16 
P-value < .OS 
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Comparing Educational Background with Skills 
When a comparison was conducted between the two educational groups (Group 1: 
high school diploma, associate and bachelors degree, Group 2: masters and doctorial degree) 
based on leadership skills no statistical significant difference was found with any of the 
variables. 
Table 16. Analysis of variance ratings regarding the level of agreement of leadership skills as 
perceived by agricultural industry professionals when grouped by educational level (N=48). 
Skills F Ratio Significance 
1. Communicating .66 .52 
2. Decision-making .68 .50 
3. Cooperating .65 .52 
4. Learning .33 .71 
5. Managing .22 .80 
6. Working in Teams 1.53 .22 
7. Problem Solving .08 .91 
8. Directing .74 .48 
9. Coaching .00 .99 
10. Supporting 1.71 .19 
11. Delegating 1.29 .28 
12. Inspiring 1.22 .30 
13. Influencing 1.43 .25 
14. Visioning .29 .74 
1 S . Negotiating 1.04 .3 5 
16. Understanding Group Dynamics 2.90 .06 
17. Listening .26 .76 
18. Taking Responsibility 1.43 .25 
19. Being Accountable .25 .77 
20. Speaking .63 .53 
P-value < .OS 
34 
Comparing Educational Background with Traits 
When comparing the two educational groups (Group 1; high school diploma, 
associates and bachelors degree, .Group 2: masters and doctoral. degree) with the leadership 
traits a statistical significance difference was found with one of the variables. The variable 
was. "intelligent". 
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Table 17. Analysis of variance ratings regarding the level of agreement of leadership traits as 
perceived by agricultural industry professionals when grouped by educational level (N=48). 
Traits F Ratio Significance 
1. Drive .25 .77 
2. Productivity .40 .66 
3. Achievement .70 .50 
4 . Attitude .22 .8 0 
5 . Self-conk deuce .3 7 .69 
6. Citizenship 5.79 .OQ 
7. Dependability .49 .61 
8. Honesty .87 .42 
9. Competent .46 .62 
10. Forward-looking 2.15 .12 
11. Intelligent 7.59 .00~ 
12. Fair-minded .22 .80 
13 . Courageous . 5 9 .5 5 
14. Imaginative .86 .43 
15. Unselfish .85 .43 
16. Enthusiasm 1.62 .20 
17. Decisive 1.17 .31 
18. Loyalty . S 1 .60 
19. Courteous .49 .61 
20. Trust 1.3 5 .26 
P -value < . O S 
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Demographic Comparison with Size of Company 
All respondents in this study were asked to indicate the size of company/organization 
in which they were employed. Respondents could choose from under 20 employees, 21-40 
employees, 41-60 employees, 61-80 employees, 81-100 employees and over 1 O 1 employees. 
In order to show a larger statistically significant difference in the data findings of this study 
companies/organization were grouped according to the numbers of employee (eg. 1-100 and 
101 and above). 
Comparing Company Size with Perception Statements 
When comparing the two groups on the size of a company/organization (Group 1: 
100 or fewer employees, Group 2: 101 or above employees) with the perception statements, a 
statistical significant difference was found with two of the statements. A statistically 
significant difference between the two groups was found with the following statements: 
"effective leaders are knowledgeable about their technical field" and "those who respect 
others are leaders" (Table 18). 
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Table 18. Analysis of variance ratings regarding the level of agreement of leadership 
perception statements as perceived by agricultural industry professionals when grouped by 
company size (N=48). 
Perception Statement F Ratio Significance 
1. Leaders aspire to have high positions in their organizations. .70 .40 
2. To be promoted in one's career you must be a strong leader. 3.96 .OS 
3. Effective leaders are knowledgeable about their technical field. 7.28 .O1 
4. High academic success ensures strong leadership. .06 .80 
5. Students highly involved in organizations are proven leaders. .08 .77 
6, Students highly involved in the community are leaders. .00 .95 
7. Students who are actively involved in athletics are leaders. .39 .53 
8. People who are easy to talk with are leaders. 1.74 .19 
9. Leaders are team players. 1.52 .22 
10. Those who take charge are leaders. .37 .54 
11. Once you are a leader you, are always a leader. .19 .66 
12. Leaders understand themselves. .3 0 .5 8 
13. Those who understand challenges are leaders. .24 .62 
14. Leaders are in charge. 1.97 .16 
15. Leaders go along with others. 3.34 .07 
16. Leaders are effective listeners. 1.27 .26 
17. Leaders are open to change. .02 .87 
18. Only those who recognize the needs of others are leaders. 1.67 .20 
19. Leaders can be trusted. .24 .62 
20. Those who respect others are leaders. 4.56 .03* 
P-value < .OS 
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Comparing Company Size with Skills 
When a comparison was conducted between tl~e two company size groups (Group 1: 
100 or fewer employees, Group 2: 101 and above) and leadership skills no statistically 
significant differences were found with any of the variables (Table 19). 
Table 19. Analysis of variance ratings regarding the level of agreement of leadership skills 
statements as perceived by agricultural industry professionals when grouped by company 
size (N=48). 
Skills F Ratio Significance 
1. Communicating 3.99 .OS 
2. Decision-making .00 .93 
3. Cooperating 1.97 .17 
4. Learning .11 .73 
5. Managing .42 .52 
6. Working in Teams .04 .83 
7. Problem Solving .09 .76 
8 . ~ Directing . 8 0 .3 7 
9. Coaching 1.44 .23 
l O.Supporting .79 .37 
11. Delegating .22 .64 
12: Inspiring 2.46 .12 
13. Influencing .26 .60 
14. Visioning 1.24 .27 
15. Negotiating 2.88 .09 
16. Understanding Group Dynamics 2.70 .10 
17. Listening .26 .60 
18. Taking Responsibility .13 .71 
19. Being Accountable .02 .88 
20. Speaking .00 .9~5 
P-value < .OS 
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Comparing Company Size with Traits 
When a comparison was conducted between the two company size groups (Group 1: 
100 or fewer employees, Group 2: 101 or above employees) and leadership traits, no 
statistically significant difference were found with any of the variables (Table 20). 
Table 20. Analysis of variance ratings regarding the level of agreement of leadership traits 
statements as perceived by agricultural industry professionals when grouped by company 
size (N=48). 
Statement F Ratio Significance 
1. Drive .00 .95 
2. Productivity 1.27 .26 
3. Achievement .82 .3 6 
4. Attitude . 04 .8 3 
5. Self-confidence .45 .50 
6. Citizenship .06 .80 
7. Dependability .00 .94 
8 . Honesty ~ .03 .8 5 
9. Competent .19 .66 
l0..Forward-looking .00 .95 
11. Intelligent ~ .00 .99 
12. Fair-minded .00 .93 
13. Courageous 1.15 .28 
14. Imaginative .42 .51 
1 S. Unselfish 1.95 .16 
16. Enthusiasm .OS .81 
17. Decisive .02 .87 
18. Loyalty 1.87 .17 
19. Courteous . 3 5 .5 5 
20. Trust .00 .93 
P-value < .OS 
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Leadership Course taken in High School/College and Perception Statements 
All respondents in this study were asked to indicate if they had taken a leadership 
course in either high school or college. 
When comparing the respondents who had taken a leadership course in high school or 
college and those who had not, with the perception statements a statistically significant 
difference was found with two of the statements. A statistically significant difference was 
found with the following statements: "leaders are team players" and "leaders go along with 
others" (Table 21). 
41 
Table 21. Analysis of variance ratings regarding the level of agreement of leadership 
perception statements as perceived by agricultural industry professionals when grouped if a 
leadership course was taken in high school/college (N=48). 
Perception Statement F Ratio Significance 
1. Leaders aspire to have high positions in their organizations. 3.057 .087 
2. To be promoted in one's career you must be a strong leader. 1.995 .165 
3. Effective leaders are knowledgeable about their technical field. .171 .681 
4. High academic success ensures strong leadership. 1.398 .243 
5. Students highly involved in organizations are proven leaders. .147 .704 
6. Students highly involved in the community are leaders. .057 .813 
7. Students who .are actively involved in athletics are leaders. .006 .938 
8. People who are easy to talk with are leaders. .020 .888 
9. Leaders are team players. . 5.258 .027* 
10. Those who take charge are leaders. .171 .681 
11. Once you are a leader you are always a leader. .061 .807 
12. Leaders understand themselves. .274 .603 
13. Those who understand challenges are leaders. .364 .550 
14. Leaders are in charge. .061 .807 
15. Leaders go along with others. 4.347 .043 
16. Leaders are effective listeners. .073 .788 
17. Leaders are open to change. 1.440 .236 
18. Only those who recognize the needs of others are leaders. .082 .776 
19. Leaders can be trusted. 3.300 .076 
20. Those who respect others are leaders. .259 .613 
P-value < .OS 
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Leadership Course taken in High SchooUCollege and Leadership Skills 
When comparing respondents who had taken a leadership course in high school or 
college and those who had not, with the leadership skills, no statistically significant 
difference was found with any of the variables (Table 22). 
Table 22. Analysis of variance ratings regarding the level of agreement of leadership skills as 
perceived by agricultural industry professionals when grouped if a leadership course was 
taken in high school/college (N=48). 
Skills F Ratio Significance 
1. Communicating .10 .75 
2. Decision-making .00 .93 
3. Cooperating .44 .50 
4, Learning .16 .69 
5. Managing. .22 .64 
6. Working in Teams .14 .70 
7. Problem Solving .07 .78 
8. Directing .09 .75 
9. Coaching .13 .71 
10. Supporting 1.46 .23 
11. Delegating .70 .40 
12. Inspiring 1.83 .18 
13. Influencing .00 .98 
14. Visioning .20 .65 
15. Negotiating .32 .57 
16. Understanding Group Dynamics . 5 8 .44 
17. Listening .07 .79 
18. Taking Responsibility .00 .96 
19. Being Accountable .18 ~ .67 
20. Speaking .29 .59 
P-value ~ < .OS 
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Leadership Course taken in High SchooUCollege and Leadership Traits 
When comparing respondents who had taken a leadership course in high school or 
college and those who had not, with the leadership traits, a statistically significant difference 
was found with one variable: intelligent (Table 23). 
Table 23. Analysis of variance ratings regarding the level of agreement of leadership traits as 
perceived by agricultural industry professionals when grouped if a leadership course was 
taken in high schooUcollege (N=48). 
Traits F Ratio Significance 
1. Drive .12 .72 
2. Productivity .12 .72 
3. Achievement .17 .67 
4. Attitude 2.3 5 .13 
5 . Self-confidence . 02 .8 8 
6. Citizenship .OS .82 
7. Dependability .00 .94 
8. Honesty 3.95 .OS 
9. Competent .08 .77 
l 0. Forward-looking .02 .88 
11. Intelligent 4.78 .03 
12. Fair-minded .52 .47 
13. Courageous .00 1.00 
14. Imaginative .00 1.00 
15. Unselfish .80 .37 
16. Enthusiasm 1.16 .28 
17. Decisive .03 .86 
18. Loyalty .00 .98 
19. Courteous 1.43 .23 
20. Trust .08 .77 
P-value < .OS 
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Comparing Leadership Training and Perception Statements 
All respondents in this study were asked to indicate whether or not the company or 
organization in which they were employed provided leadership training. 
To determine if a difference existed between respondent who received company or 
organizational training and those who had no training with the perception statements, a 
statistically significant difference was found with three of the statements. A statistically 
si ificant difference between the groups was found with the following statements "effective 
leaders are knowledgeable about their technical field", "leaders understand themselves" and 
"leaders are open to change" (Table 24). 
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Table 24. Analysis of variance ratings regarding the level of agreement with leadership 
perception statements as perceived by agricultural industry professionals when grouped if a 
company provides leadership training (N=48). 
Perception Statement F Ratio Significance 
1. Leaders aspire to have high positions in their organizations. 1.57 .21 
2. To be promoted in one's career you must be a strong leader. .33 .56 
3. Effective leaders are knowledgeable about their technical field. 5.44 .02* 
4. High academic success ensures strong leadership. .71 .40 
5. Students highly involved in organizations are proven leaders. .00 .97 
6. Students highly involved in the community are leaders. 1.01 .31 
7. Students who are actively involved in athletics are leaders. .14 .70 
8. People who are :easy to talk with are leaders. .59 .44 
9. Leaders are team players. .32 .56 
10. Those who take charge are leaders. 3.03 .08 
11. Once you are a leader you are always a leader. 1.44 .23 
12. Leaders understand themselves. 7.50 .00* 
13. Those who understand challenges are leaders. 3.03 .08 
14. Leaders are in charge. 2.94 .09 
15. Leaders go along with others. .Ol .90 
16. Leaders are effective listeners. 2.32 .13 
17. Leaders are open to change. 4.29 .04'~ 
18. Only those who recognize the needs of others are leaders. 1.36 .24 
19. Leaders can be trusted. 2.94 .09 
20. Those who respect others are leaders. .O1 .90 
P-value < .OS 
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Leadership Training and Leadership Skills 
To determine if a difference existed between respondents who received company or 
organizational leadership training and those who had not training with leadership skills, a 
statistically significant difference was found with two of the variables. A statistically 
significant difference was found between the two groups with the variables "delegating" and 
"speaking" (Table 25). 
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Table 25. Analysis of variance ratings regarding the level of agreement of leadership skills as 
perceived by agricultural industry professionals when grouped if a company provides 
leadership training (N=48). 
Skills F Ratio Significance 
1. Communicating .47 .49 
2. Decision-making .45 .50 
3. Cooperating 1.63 .20 
4. Learning 1.3 8 .24 
5 . Managing . 3 6 .5 5 
6. Working in Teams .03 .85 
7. Problem .Solving .O1 .89 
8. Directing 1.67 .20 
9. Coaching .03 .85 
10. Supporting .15 .69 
11. Delegating 4.5 6 .03 
12. Inspiring .O 1 .91 
13 . Influencing .29 .5 8 
14. Visioning 1.3 6 .24 
15. Negotiating 2.12 .15 
16. Understanding Group .Dynamics ' .95 .3 3 
17. Listening .16 .68 
18. Taking Responsibility 1.28 .26 
19. Being Accountable .08 .76 
20. Speaking 4.15 .04* 
P-value < .OS 
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Leadership Training and Leadership Traits 
When comparing respondent based on whether or not the company/organization had 
provided leadership training with the leadership traits, a statistically significant difference 
was found in the "loyalty" and "courteous" variables (Table 26). 
Table 26. Analysis of variance ratings regarding the level of agreement with leadership traits 
as perceived by agricultural industry professionals when grouped if a company provides 
leadership training (N=48). 
Statement F Statistic Significance 
1. Drive .00 .93 
2. Productivity 3.03 .08 
3. Achievement .09 .76 
4. Attitude 1.07 .3 0 
5. Self-confidence .38 .54 
6. Citizenship .11 .73 
7. Dependability .Q2 .87 
8. Honesty .19 .65 
9. Competent .60 .44 
10. Forward-looking .70 .40 
11. Intelligent .51 .47 
12. Fair-minded .16 .68 
13. Courageous .18 .66 
14. Imaginative .2 8 .5 9 
15. Unselfish 3.30 .07 
16. Enthusiasm .25 .61 
17. Decisive .06 .79 
18. Loyalty 5.51 .02* 
19. Courteous 8.47 .00* 
20. Trust .64 .42 
P-value < .OS 
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CHAPTER v 
DISCUSSION 
The purpose of this study was to describe the perceptions of selected agricultural 
industry professionals regarding leadership concepts, skills and traits. The specific 
objectives of the study were to identify perceptions of agricultural industry professionals 
regarding selected leadership concepts, identify leadership skills important for new 
agricultural employees to possess, determine the extent to which selected traits influence 
leadership development in the agricultural industry, identify selected demographic data and 
determine comparisons among selected variables. 
A discussion of the research findings, based on an interpretation of the research data, 
is presented in this chapter. Descriptive survey methodology was used in this study. 
The dependent variables were perceptions of leadership concepts, importance of 
leadership skills and influence of leadership traits. The independent variables were gender, 
age, position, length of time with the company or organization, educational background, size 
of company, education in leadership in high school/college and leadership training provided 
by the company/organization. 
The study did not encompass all employers in the agricultural industry, but did focus 
on a diverse group of employers exhibiting at the Iowa State University College of 
Agriculture career day. Even though not all sectors of the agricultural industry were 
surveyed, a representative sample of agricultural professionals provided some insight about 
the leadership concepts, leadership skills and traits as perceived by selected agriculture 
professionals. Since a focus was placed on leadership concepts, skills and traits in 
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agriculturally based businesses, the same skills may or may not be linked to businesses 
outside the agriculture industry. 
The respondents surveyed in this study had a mean age of 3 6.77. Ages ranged from 21-
5 8 years old. The mean length of time respondents had been with a company or organization 
was 9.03 years with a range. of .5 to 37 years. Respondents in this study had job titles 
ranging from human resource director to regional sales manager to marketing manager to 
recruiter. Avery large range in age (21-58 years old) and length of time (.5 to 37 years) with 
a company or organization may indicate that companies may have very different philosophies 
about recruiting new employees and/or interns. Companies/organizations looking to hire 
college graduates. may send recent college graduates to recruit. Also, younger employees 
maybe more aggressive in recruiting since they are still trying to prove themselves in the 
company. Other companies who utilize employees who have been with the company longer, 
are older and have more experience, may feel they have a better understanding of the 
company and can answer more questions from potentially future employees. 
The majority of the respondents had an education level equivalent to a bachelors 
degree or less (high school diploma 12.8%, associates degree 6.4% or bachelors degree 
63.8%) accounting for 83 % of the respondents. The remaining respondents (17%) had a 
educational level greater than a bachelors degree (masters degree 14.9% and doctoral degree 
2.1 %). when looking at the distribution of educational backgrounds the majority of the 
respondents had acquired the bachelors degree (63.8%). One of the respondents had 
acquired a doctoral degree who is a manager of technical services. 
The majority of the respondents (83 %) were employed by a company/organization with 
over 101 employees. The remaining (17%) respondents were employed by a 
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company/organization with less than 100 employees (less than 20 employees, 6.6%; 21-40 
employees, 8.3%; and 41-60 employees, 2.1%). 
The maj ority of the respondents were female (63 %), while men accounted for the 
remainder of the respondents (37%). With more than half of the respondents being female it 
may suggest females are growing in numbers and becoming more involved in the agricultural 
industry. 
More than half of the respondents (59.6%) had never had a leadership course in high 
school or college. More than half of the respondents (68.9%) indicated their 
company/organization provided leadership training of some kind. 
While analyzing the demographic data with selected variables collected in this study a 
few common themes were found. When a comparison was conducted between the 
educational backgrounds and the concept statements the statements "leaders are open to 
change" and "leaders understand themselves" were found to be important. The same two 
perception statements showed significant differences when comparing the respondents based 
on the leadership training by their company or organization. Another comparison showed 
significant difference when comparing the size of company to the perception statements. The. 
statement "effective leaders are knowledgeable about their technical field" surfaced as 
indicating significant differenced based on the comparison groups. When comparing the 
respondents' educational background with the selected traits, intelligence was shown to be 
rated significantly different between the groups. The same trait also was found to be rated 
significantly different by the groups when comparing them based on whether or not a 
leadership course was taken in high schooUcollege. The concepts, skills and traits that 
surfaced in~multiple analyses (change, understanding self, knowledge and intelligence) and 
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comparisons indicated that these concepts, skills and traits provide the foundation for 
establishing leadership training are indicated in this study. 
Interpretation of Research Findings 
One objective of the study was to identify the perceptions of agricultural industry 
professionals regarding selected leadership concepts. All participants in the College of 
Agriculture career fair held at Iowa State University represent an important segment of the 
industry because these professionals provide a perspective on the entry point of new 
employees or potential employees. 
For a number of years leadership has been an important topic and continues to 
become more important (Fritz &Brown, 1998). Leadership theorists (Gardner, 1990; 
Kouzes &Posner, 1990; Bolt, 1996) believed we approached the twenty-first century with a 
dramatic deficit in leaders. Bosshamer (1996) also reported employers and faculty projected 
one of the important skills needed by graduates of colleges of agriculture in the immediate 
and future was leadership. Data from this study tends to support what previous researchers 
have found. 
From the agricultural professionals surveyed, the most important perceptions about 
leadership are that leaders are effective listeners (3.49 on a 4 point scale with 4 =strongly 
agree, 3= agree, 2= disagree, 1=strongly disagree), leaders are open to change (3.39), 
effective leaders are knowledgeable about their technical field (3.26), leaders aspire to have 
high positions in their organizations (3.13), to be promoted in one's career you must be a 
strong leader (3.11) and leaders are team players (3.11). The perceptions of leadership 
recognized to be the most important by agricultural professionals also related to the skills and 
1 
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traits highly rated by agricultural professionals. The perception statements were also 
confirmed by literature in the ~ eld of leadership development. 
Another objective of the study was to identify leadership skills important for new 
agricultural employees to possess. Dormody and Seevers (1994) believed youth develop 
leadership skills by public speaking, holding an office and participating in meetings. Sawi 
and Smith (1997) defined leadership skills as leadership, teamwork, decision-making, 
problem solving, reasoning and communication as well as personal qualities such as 
responsibilities, self-esteem and integrity. Hustedde and Woodward, in 1996, identified 15 
public skills (communication skills), which often need to be developed in leadership training 
programs. The skills which were identified by Hustedde and Woodward include: active 
listening, facilitation, imagination, interviewing, collaboration, conflict resolution, 
deliberation, evaluation, negotiation, power analysis, strategic planning, team building, 
vigilance and volunteer management. All of these researchers identified skills important to 
leadership. In this study agricultural professionals indicated skills as being most important 
included communicating (3.87 on a 4 point scale with 4= very important, 3= important, 2= 
somewhat important, 1= nQt important), listening (3.80), being accountable (3.73), taking 
responsibility (3.67) and decision-making (3.63). The skills agricultural professionals felt to 
be important in this study additionally support other researchers' claims regarding leadership 
skills. After looking at the skills identified by the industry professionals surveyed in this 
study and skills other researchers, such as Hustedde, Woodard, Dormody, Seevers, Sawi and 
Smith have identified, one skill seems to surface in all of their literature. All of the 
researchers have identified skills centering around communication. Communication has to 
do with being an effective listener, speaking abilities, facilitating, interviewing, evaluating, 
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resolving conflicts, solving problems and many other areas, which are essential in 
communicating with others and providing leadership. 
Another objective of the study was to determine the extent to which selected traits 
influence leadership development in the agricultural industry. In 1992, William, Brock the 
Chair of the Labor Secretary's Commission on Achieving Necessary Skills, indicated that 
competent workers will be characterized by basic skills (reading, writing, speaking, 
listening), thinking skills (ability to learn, creative thinking, decision making, problem 
solving) and personal qualities (responsibility, self-esteem,. self-management, sociability, 
integrity). Just as -Brock had indicated in his study, the importance of basic skills, thinking 
skills and personal qualities were among the skills that the agricultural professionals in this 
study felt were _the most important: honesty (3.89 on a 4 point scale with 4= High Influence, 
3=moderate influence, 2= some influence and 1= no influence), attitude (3.85), trust (3.76), 
dependability (3.65) and self-confidence (3.61). The findings in this study are not exactly 
characterized the same as William Brock had stated, but the findings do correlate well. A 
key term when classifying the traits important to the surveyed industry professionals would 
have to be accountability. As an employee you need to be accountable and honest, 
accountable for your attitude and working with others, accountable when working by 
yourself and being dependable, and being accountable by being self-confident in the work. 
Results from the study are supportive of comments made by Kelley Bishop (2004), 
the executive director Qf Michigan State University career services and placement. He 
identified twelve competencies employers seek in college graduates. The twelve 
competencies include working in a diverse environment, managing time and priorities, 
acquiring knowledge, thinking critically, communicating effectively, solving problems, 
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contributing to a team, navigating across boundaries, performing with integrity, developing 
professional competencies, balancing working and life and embracing change. 
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CHAPTER VI 
SUMMARY, CONCLI~SIONS AND RECOMMENDATIONS 
This chapter provides a summary of the purpose, objectives, procedures and findings 
of the study. Conclusions and recommendations are made based on the findings, 
implications and educational significance of the study presented. 
The purpose of this study was to describe the importance of leadership knowledge 
and skills as perceived by selected. agricultural industry professionals. The specific 
objectives of the study were 1) to identify perceptions of agricultural industry professionals 
regarding selected; leadership concepts; 2) to _identify leadership skills important for new 
agricultural employees to possess; 3) to determine the extent to which selected traits 
influence leadership development. in the agricultural industry and 4) to compare selected 
demographic data. 
Leadership is a continuously talked about topic when hiring employees. This study 
focused on the agricultural professionals conducting an exhibit at a college of agriculture 
career day at Iowa State University. The 120 exhibitors were asked to complete a survey 
questionnaire. The researcher developed the survey instrument and had it reviewed by a 
panel of experts, to ensure validity and reliability. The panel of experts consisted of two 
agricultural educators, two agricultural industry representatives and three graduate students. 
The survey instrument consisted of 68 items. All members. of the population were included 
in the study for a total of 120 possible respondents. Total response was 48 
survey/questionaires for a response rate of 40%. 
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Major Findings 
Analysis of data revealed the following findings: 
1. The mean age of the respondents was 36.77 and ages ranged from 21-58 years old. 
2, The mean length of time respondents had been with acompany/organization was 9.03 
years with a range of .5 to 37 years. 
3. The majority of the respondents had an education level equivalent to a bachelors 
degree or less (high school diploma only, 12.8%; associates degree, 6.4%; or 
bachelors degree 63.8%) accounting for 83 % of the respondents. The remaining 
respondents (17%) had an educational level greater than a bachelors degree (masters 
degree, 14.9% and doctoral degree, 2.1 %). 
4. The majority of respondents (83%) were employed by a company or organization 
with over 101 employees. The remaining (17%) respondents were employed by a 
company or organization with less than 100 employees (less than 20 employees, 
6.6%; 21-40 employees, 8.3 %; and 41-60 employees, 2.1 %). 
5. The maj ority of the respondents were female (63 %), while men accounted for the 
remainder of the respondents (37%). 
6. A majority of the respondents (59.6%) had never had a leadership course in high 
school or college. 
7. A maj ority of the respondents (68.9%) indicated their company or organization 
provided leadership training of some kind. 
8. Respondents indicated the top five concept statements about leadership included: 
leaders are effective listeners, leaders are open to change, effective leaders are 
knowledgeable about their technical field, leaders aspire to have high positions in 
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their organizations, to be promoted in one's career you must be a strong leader, and 
leaders are team players. 
9. Respondents indicated the five concept statements industry professionals most often 
rated lower~included: high academic success ensures strong leadership, leaders go 
along with others, once you are a leader you are always a leader, people who are easy 
to talk with are leaders and students who are actively involved in athletics are leaders. 
10. Respondents indicated the top five leadership skills as being .communicating, 
listening,. being accountable, taking responsibility and decision-making. 
11. Respondents rated five skills low on the rating scale: inspiring, coaching, delegating, 
managing and directing. 
12. Respondents indicated -that five leadership traits were considered most influential: 
honesty, attitude, trust, dependability and self-confidence. 
13. Respondents indicated that flue traits were less of an influence: intelligent, courteous, 
unselfish, imaginative and courageous. 
14. Comparisons made based on demographic data indicated agreement among 
respondents on nearly all variables. 
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Conclusions
Based on the findings of this study, the following conclusions were drawn: 
1. Selected leadership concepts, skills and traits are important to agricultural 
professionals in this study. 
2. Training in leadership is valued by companies, businesses and organizations 
represented in this study. 
3. Leadership education appears to be rare in higher education institutions attended by 
the respondents. 
4. A set of basic principles for leadership education could be developed using the 
findings from this study. 
Recommendations 
The following recommendations were made based on the findings and conclusions of this 
study: 
1. Continual feedback should be sought from industry professionals regarding 
leadership education. It~ is important their input is used in developing curriculum and 
internship programs. 
2. More leadership training needs to be conducted with students in high school and 
colleges to enhance their professional skills. 
3. Formal courses in leadership should focus on and emphasize the top leadership 
concepts identified in this study. 
4. Credit or noncredit educational programs should be organized based on the top 
leadership skills and traits identified in this study. 
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5. University club leaders in agriculture should. receive training on the top leadership 
skills and traits identified in this study. 
Recommendations for Further Research 
1. This study examined only a small representative group of agriculture professionals. 
A study should be replicated in other regions to confirm, the importance of these 
leadership concepts, skills .and traits. A comparison should be conducted between 
different areas of the country. 
2. It is recommended to conduct research on companies/organizations that are currently 
providing leadership training and confirm what leadership skills and traits are being 
emphasized. 
3. Subsequent to changes in the agriculture curriculum and internship programs, 
evaluation_ studies should be conducted to ascertain the effectiveness of those 
changes. 
4. The research instrument should be used with a broader range of agricultural 
professionals such as chief executive officers (CEO) of companies. 
5. This. study only inquired if companies or organizations provided leadership training in 
their company or organization. More details should be asked regarding the length of 
training and type of leadership skills covered. 
6. Respondents only indicated if they had taken a leadership course in high school or 
college. Details should be studied regarding what materials were covered in those 
courses and. if the respondents felt they were beneficial. 
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7. Individuals within the College of Agriculture who have a vast array of leadership 
experience should. be specifically identified to do research and leadership training 
with college students. 
Implications and Significance to Agricultural Education 
The results of this study maybe useful for identifying appropriate leadership skills 
needed by graduates in order to be successful in the agriculture industry. The most important 
leadership perceptions, skills and traits are valuable for educators to foster in the curriculum 
and classroom to enhance the skills and abilities of students. 
Results from this study may have an impact on the College of Agriculture curriculum 
and internship programs as well as enhance the leadership skills of students. The findings of 
this study should be of interest to those involved in developing curriculum, training students 
for the agricultural industry and the training provided to new employees in businesses, 
companies and organizations. 
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APPENDIX A:CORRESPONDENCE 
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To: Agricultural Leaders 
From: Scott Smalley 
Agricultural Education and Studies Graduate Student 
Leadership is an important topic within the agricultural industry and agricultural education. 
Leadership education is the foundation for developing students as future leaders within the 
agricultural industry. We need your help, with a study on leadership. 
The purpose of this is to describe the importance of leadership as perceived by selected 
agricultural. industry representatives. 
In this study we are solely interested in group data and not individual data so confidentiality 
will be ensured. The data collected in this study will be used in completion of a Master of 
Science degree in agricultural. education. Data from this study will serve the College of 
Agriculture by providing information that could lead to improvements, adjustments or changes in the 
curriculum or internship program if determined necessary to enhance the leadership skills of students. 
The questionnaire used in this study takes about 15 minutes to complete. A link to the online survey 
is below: 
http ://v~~vvw. surveymonkey. com/s. asp?u=99860170298 5 
You may withdraw from this study at anytime. If you have questions regarding this study, 
please feel free to contact, Scott Smalley at smallel6@iastate.edu. If you have questions 
regarding human subjects, please feel free to contact the institutional review board at 
(515)294-4566 
Thank you for your cooperation. 
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Agricultural Industry Professionals Perceptions Regarding 
Leadership Concepts, Skills and Traits 
Section I 
Perceptions 
People hold various beliefs about leadership. Please indicate the extent to which you agree or 
disagree with the following .statements. 
1 =Strongly Disagree 
2 =Disagree 
3 =Agree 
4 =Strongly Agree 
SD D A SA 
1 2 3 4 
1 Leaders aspire to have high positions in their organizations. 1 2 3 4 
2 To be promoted in one's career you must be a strong leader. 1 2 3 4 
3 Effective leaders are knowledgeable about their technical field. 1 2 3 4 
4 High academic success ensures strong leadership. 1 2 3 4 
S Students highly involved in organizations are proven leaders. 1 2 3 4 
6 Students highly involved in the community are leaders. 1 2 3 4 
7 Students who are actively involved in athletics are leaders. 1 2 3 4 
8 People who are easy to talk with are leaders. 1 2 3 4 
9 Leaders are team players. 1 2 3 4 
10 Those who take charge are leaders. 1 2 3 4 
11 Once you are a leader you are always a leader. 1 2 3 4 
12 Leaders understand themselves. 1 2 3 4 
13 Those who understand challenges are leaders. 1 2 3 4 
14 Leaders are in charge. 1 2 3 4 
15 Leaders go along with others. 1 2 3 4 
16 Leaders are effective listeners. 1 2 3 4 
17 Leaders are open to change. 1 2 3 4 
18 Only those who recognize the needs of others are leaders. 1 2 3 4 
19 Leaders can be trusted. 1 2 3 4 
20 Those who respect others are leaders. 1 2 3 4 
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Section II 
Skills 
Skills are abilities that are acquired or developed. The following list of skills maybe 
important to leadership. Please indicate the extent to which each skill is important for new 
agricultural employees to possess. 
1 =Not Important 
2 =Somewhat Important 
3 =Important 
4 =Very Important 
NI SI VI 
1 2 3 4 
1 Communicating 1 2 3 4 
2 Decision-making 1 2 3 4 
3 Cooperating 1 2 3 4 
4 Learning 1 2 3 4 
5 Managing 1 2 3 4 
6 Working in Teams 1 2 3 4 
7 Problem Solving 1 2 3 4 
8 Directing 1 2 3 4 
9 Coaching 1 2 3 4 
10 Supporting 1 2 3 4 
11 Delegating 1 2 3 4 
12 Inspiring 1 2 3 4 
13 Influencing 1 2 3 4 
14 Visioning 1 2 3 4 
15 Negotiating 1 2 3 4 
16 Understanding Group Dynamics 1 2 3 4 
17 Listening 1 2 3 4 
18 Taking Responsibility 1 2 3 4 
19 Being Accountable 1 2 3 4 
20 Speaking 1 2 3 4 
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Section III 
Traits 
Traits are distinguishing qualities of individuals that may be possessed by leaders. To what 
extent does each trait listed below influence leadership development. Please use the scale 
below. 
1 = No Influence 
2 =Some Influenc e 
3 =Moderate Influence 
4 =High Influence 
NI SI MI HI 
1 2 3 4 
1 Drive 1 2 3 4 
2 Productivity 1 2 3 4 
3 Achievement 1 2 3 4 
4 Attitude 1 2 3 4 
5 Self-confidence 1 2 3 4 
6 Citizenship 1 2 3 4 
7 Dependability 1 2 3 4 
8 Honesty 1 2 3 4 
9 Competent 1 2 3 4 
10 Forward-looking 1 2 3 4 
11 Intelligent 1 2 3 4 
12 Fair-minded 1 2 3 4 
13 Courageous 1 2 3 4 
14 Imaginative 1 2 3 4 
15 Unselfish 
_ 
1 2 3 4 
16 Enthusiasm 1 2 3 4 
17 Decisive 1 2 3 4 
i 8 Loyalty i 2 3 4 
19 Courteous 1 2 3 4 
20 Trust 1 ~ 2 3 4 
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Part IV 
Demographics 
1. What is your gender?  Male  Female 
2. I am years old. 
3. What 1S y0ur pOSltlon? 
4. How long have you been with your company 
5. what is your educational background? 
 High School Diploma 
 Associate Degree 
 Bachelors D egre e 
 Masters Degree 
 Doctorial Degree 
6. What is the size of your company? 
 under 20 employees 
 21-40 employees 
 41-6Q employees 
 61-80 employees 
 81-1.00 employees 
 over 101 employees 
7. In high school or college, .did you take a leadership course? 
Yes No 
8. Has your company provided you with leadership training? 
Yes No 
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Agricultural Professional Companies in Sampled Population 
ABG, Inc. 
ABS Global 
Accelerated Genetics 
Acres Group 
AEGON Group 
Ag Leader Technology, Inc. 
Ag Partners, LLC. 
Ag Processing Inc, (AGP) 
AgCareers.com 
AgReliant Genetics Research Farm 
AgriGold Hybrids 
Agri-King, Inc 
Allied Insurance 
ALMACO 
AMVC Management Services 
Archer Daniels Midland Company 
Bailey Nurseries 
Bartlett and Company 
Becker Underwood. 
Beef Products, Inc. 
Blank Park Zoo, Education Dept. 
Bunge North America 
Burke Corporation 
Cargill 
Cargill. Meat Solutions 
Case New Holland (CNH) 
CGB- Enterprises, Inc 
Channel Bio Corp. 
Christensen Farms 
ConAgra Foods 
Crop 1 Insuranc e 
Crop Production Services 
Crop Pro-Tech, Inc. 
DeBruce Companies 
Decision Commodities, LLC. 
Department of Homeland Security 
Customs and Border Protection 
Dow AgroSciences 
Drake University Law School 
Elanco Animal Health 
Epcot Science —Walt Disney World 
Farm Bureau Financial Services 
Farm Credit Services of America 
Farers Cooperative Co. 
Farmland Foods 
FCStone, LLC. 
Federated Insurance 
Galena ,Genetics, LLC. 
Genex Cooperative, Inc. 
Gertens, Inc. 
Gold'n Plump Poultry 
Golden Harvest Seeds 
GROWMARK 
Hertz Farm Management, Inc. 
Hormel Foods Corporations 
Illinois Farm Bureau 
Iowa Agricultural Development Authority 
Iowa Army National Guard 
Iowa Department of Natural Resources 
Iowa Division of Banking 
Iowa DNR Americorps Ecosystems Mgmt. 
Iowa Port Producers Association 
Iowa Select Farms 
ISU Agriculture Study Abroad 
Jennie-O Turkey Store 
John Deere 
John Deere Dealers 
Kinze Manufacturing Inc. 
K:MR 
Kraft Foods Inc. —Oscar Mayer Division 
Kuhn Knight, Inc 
Lab Support 
Lynch Livestock, Inc 
Max Yield Cooperative 
MetLife Ag Investments 
Midwest Groundcovers 
Midwest Independent Soil Samplers 
Midwest Poultry Consortium 
Monsanto Company 
Mosaic Company 
Munie- Greencare Professionals 
Murphy Family Ventures, LLC. 
~~ 
Murphy Brown, LLC. 
Mycogen Seeds 
Nationwide Agribusiness 
NC+ Hybrids 
Neal Smith National Wildlife Refuge 
Nestle PURINA Pet Care Company 
NEW Cooperative, Inc. 
New Fashion Pork 
USI Industries, LLC. 
Partners Advantage 
Peace Corps 
Pike Lumber Co. 
Pioneer Hi-Bred International, Inc. 
Premium Standard Farms 
Rain and Hail LLC. 
Ralcorp Holdings, Inc. 
Rhea &Kaiser Marketing Communications 
Schering --Plough Animal Health 
Schreiber Foods 
Schwartz Farms, Inc. 
Seaboard Foods 
~ervl-Tec 
Steuart &Armstrong Consulting Inc. 
Sully Cooperative Exchange 
Swift &Company 
Syngenta Parent Seed 
Syngenta Seeds 
The Brickman Group, Ltd. 
They Maschloffs, Inc. 
The Schwan Food _Company 
The Scoular Company 
Tractor Supply Company 
Trin State, Inc. 
Tyson Foods, Inc. 
U.S. Army Coops of Engineers-
S aylorville Lake 
United Agri-Products 
USDA, AMS, Livestock &Grain Market 
News 
USDA, A.RS, National Animal Disease 
Center 
USDA, Farm Service Agency 
USDA, National Ag Statistics Service 
veterinary Student Mixed Animal 
Recruitment Team 
Wakefield Pork, Inc. 
Wells Fargo 
West Central 
